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Labor

THE WORK/EDUCATION
QUARTERLY
Published by the Maine Occupational Information
Coordinating Committee

• Alphabet Soup—
from CETA to JTPA

• Job Readiness
• Job Development

• Women on Welfare
• Books on Sex Equity
• Guide to Job Hunting

We're a group of dedicated professionals working with adults and young people to improve their abilities to
cope with the changing demands of the workplace.
Use your talents, keep current, and stay involved. Join us now!
Memberships:

Individual: $25 yearly

$15 with organization membership

Organization: $50 yearly
Organization members such as schools, business, community organizations and public service organizations,
will receive consultation on training and program implementation, notification of conferences and seminars; grant
writing assistance, representation at association meetings, conference and seminar publications and newsletters.
Staff of organization members will be eligible for a reduced membership rate of $15.00 a year.
Individual members will receive conference fee discounts, publications and newsletters, job search information,
opportunities for professional growth.

___________ Please send your informational brochure.
___________ Please enter my membership in the Maine Career Education Consortium.
_________________________________________Individual
Name:
Title:

___________________________ _________

Organization

_______ _________________________________________________________________________________________
________________ _________________________

Organization:

___________________ _________ _____________

Business Address:______________________________________ Telephone:______________________________________

The Maine Occupational Information Coordinating Committee insures equal employment, equal educa
tional opportunities, and affirmative action regardless of race, sex, color, national origin, religion, marital
status, age, or handicap.

There are many sides to The Job Training Partner
ship Act. And before you begin to understand its various
ways of doing its job, you might feel like you've been
dropped in the middle of alphabet soup.
First of all, The Job Training Partnership Act is JTPA.
Got that? It was created when CETA was phased out. It
has to do with things like SDA's, PIC's and the MJTCC.
Seriously, much has been said about the partner
ship between the public and private sectors under the
JTPA, which did replace CETA (Comprehensive Employ
ment and Training Act) last October. Of equal
significance, however, is the partnership expected of
the various public agencies involved in the fields of
employment, education and training. Coordination
among these public agencies is one of the central
thrusts of JTPA. Its purpose, however, is simple: to
prepare eligible individuals for employment.
Through JTPA, Congress gives local service delivery
areas (those SDA's we mentioned earlier) a mandate
and framework to create this public/private partnership
for the " delivery o f employability development and
training services to economically disadvantaged, unskill
ed youth and adults"—to get jobs for people who need
them.
In order to do this, JTPA requires governors to sub
mit to the U. S. Secretary of Labor a "coordination and
special services pla n.. .describing the use o f all resources
provided to the State and its service delivery areas". This
plan must address coordination of services both
statewide and at the service delivery area level. In
Maine, JTPA services will be provided through SDA's
designated by Governor Joseph Brennan.

Services (DECS)
• the State Development Office (SDO)
• the Maine Job Service, Department of Labor
In addition, SDA's have been encouraged to cooperate
with local community agencies, such as displaced
homemakers' projects or family crisis centers, which
serve special groups of people who might profit from
employment, education and training services.

Now What?
JTPA has two policy-making levels where people
concerned about employment and training oppor
tunities can and should become involved, either
through appointment or involvement in the Maine Job
Training Coordinating Council (that's the MJTCC) or the
Private Industry Councils (PIC's).
Each SDA (service delivery area) must prepare a Job
Training Plan in order to receive and spend JTPA funds.
Among other things, JTPA requires each of them to in
clude a description of how it will comply with the coor
dination criteria established in the Governor's coor
dination and special services plan.
The coordination criteria during the first "year" of
JTPA consists primarily of the requirement that SDA of
ficials develop cooperative agreements with a variety of
public agencies concerning administrative and program
operations areas. They include:
• the Department of Human Services (DHS),
including the Division of Welfare Employ
ment, and the Bureaus of Rehabilitation,
Maine's Elderly and Social Services;
• area agencies on aging
• municipal workfare programs

JTPA Services
Most people served under JTPA must be
"economically disadvantaged", which means their
family income is under a certain level. Services range
from job search assistance to remedial education to
vocational skills training exploration. JTPA is mandated
to provide "training and employment opportunities to
those who can benefit from, and who are most in need
of, such opportunity and shall make efforts to provide
equitable services among substantial segments of the
eligible poplulation".
The services a person receives depends on a varie
ty of factors such as past work history, length of
unemployment, personal situation, personal goals and
interests. In addition, the regulations require program
development which contributes to "occupational
development", upward mobility, development of new
careers and overcoming sex stereotyping in occupa
tions traditional for the opposite sex.
*
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Some Background

Over the last three years, most CETA programs
have succeeded in developing a better relationship
with the private sector. Under JTPA, training program
providers will have better training and improved results
if they get the private sector involved by contributing to
the efforts. This doesn't just mean dollars and cents or
even training supplies and space, but rather a contribu
tion in terms of involvement, commitment and a shar
ing of knowledge and expertise.

Employment and training programs for the disad
vantaged originated during the Kennedy and Johnson
“ War on Poverty" days in the 1960's. Their purpose
was to get rid of poverty and its effects upon the disad
vantaged. Their focus was the client and the alleviation
of his or her problems-chronic unemployment being
only one of them. Most of these programs are still
around after 20 years, and there is evidence that they
have reduced poverty.
Undoubtedly, employment and training programs
contributed their share to this reduction of poverty, if
only because they pumped money into the pockets of
the disadvantaged in the form of wages while they were
in training. Their purpose was to get the client
employed, but employer needs were generally not
considered or were of secondary importance. At the
same time, staffs of employment and training programs
had little understanding of private sector labor market
needs.
In retrospect, it is little wonder why CETA and other
earlier programs did not prepare their clients for jobs in
the private sector. Much training consisted of work ex
perience or public service employment. 'W hile this
work did give people a work history, it did not provide
them with skills or attitudes that were transferrable to
the private sector. On the other hand, classroom train
ing programs, while generally skill oriented, were
usually modifications of already existing programs at
vocational schools or community colleges, and
because of their expense use was limited. On-the-job
training, which came closest to being a training pro
gram geared to meeting specific employer needs had a
very slow and rocky start.

Women
Under the regulations of JTPA, women represent a
substantial segment of the eligible population-60%. As
with all federally funded programs, women cannot be
excluded in any of the program's services. Women can
and should, therefore, explore their career options in
occupations that are free of sex stereotyping, like pur
suing jobs considered "traditional" for men. These jobs
usually pay more, often have more flexibility in the
hours worked and offer more upward mobility than
most "traditionally female" occupations.
Women must be aware of their career options and
feel free to pursue actively an occupation that utilizes
their skills, abilities and interests.

Youth
Under federal law, at least 40% of the JTPA pro
gram dollars must be targeted to youth programs and
services. Youth are defined as individuals between the
ages of 14 and 21. Under CETA and its youth
demonstration project YEDPA (Youth Employment
E)emonstration Projects Act), various employment
strategies were tested to see "what works best for
whom ". Focusing on the successes of YEDPA, the JTPA
authorizes several approaches toward serving youth:
an education for employment component; a pre
employment skills training program; an entry employ
ment experience program; and a school-to-work transi
tion assistance program.
The attainment of performance goals by youth will
be part of the programs. Competency-based learning
has been employed by the educational network for
years, but it is a relatively new strategy for employment
and training programs. The Maine Job Training Council
has recommended its use in local programs and ser
vices.

Conclusion
Through these many agreements and mandates,
JTPA offers the State of Maine an excellent vehicle for
strengthening inter-agency cooperation. It also pro
vides tools for establishing overall state policies in job
training. And besides that, it is going to provide better
jobs for more people.
Editor's note: This article was drawn from materials
written by Richard H. Bulger, Barbara Hamaluk, Wen
dy Widman and Jane Weed.
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an emphasis on helping women clients obtain non
traditional jobs-jobs which are usually held by men and
at a higher wage than some traditional women's jobs.
One of the WEET projects which is committed to
the development of decent jobs with equitable wages
for women is the Training Opportunities in the Private
Sector (TOPS) project. TOPS is a voluntary, experimen
tal project in which the AFDC grant is diverted to be us
ed as a temporary wage subsidy to encourage
employers to hire and train AFDC recipients. Prior to
being placed in employment, clients receive prevoca
tional training to improve their job skills. This is follow
ed by field training which provides necessary on-thejob-experience. Finally, the clients are placed in an ac
tual job where additional training is provided by the
employer. Grant diversion does not result in any finan
cial loss to clients, but instead moves them into perma
nent, quality jobs which will enable them to remain
free from dependence on welfare. The TOPS project
provides an added boost for clients who, because of
limited or non-existent work experience or other bar
riers, might otherwise have difficulty obtaining employ
ment.
The Division's Employment Search Project (ESP), is
another experimental program which uses the group
job search or “ Job Club" concept with food stamp reci
pients. The Job Club, which has also been operated
successfully with AFDC recipients, incorporates inten
sive job seeking skill training with peer group support.
The result is a higher participant job placement rate
(roughly 65%) than usually results from an individual
job search.
The Department of Human Services is operating a
larger project in which the Division of Welfare Employ
ment plays an important role. The Family Services
Prevention Project has staff statewide which contacts
young mothers in the 18-20 age group who are receiv
ing AFDC, to offer them various Department services
on a voluntary basis. The purpose is to make sure
clients are aware of and can avail themselves of ser
vices which may help reduce stress, maintain children's
health, and prevent other difficulties that a young
mother might face without a strong social service and
health support system. The Division of Welfare will
work intensively with these clients to help prepare
them for quality jobs which will in turn alleviate the
burden of their trying to subsist on AFDC.
We sincerely hope that with increased awareness
by school personnel of the Division of Welfare Employ
ment's programs, that a closer cooperative effort will
result involving families and children in the school
systems who are eligible for DWE services.

M ichael Petit
We are honored to be the contributors to this issue of
the Work Education Quarterly. I am personally proud of
the work the Division of Welfare Employment (DWE) is
doing on behalf of both AFDC and Food Stamp reci
pients. During the two years that the Division has been
in existence, many innovative programs have been
developed to help improve the quality of life of DWE
clients through better job training, as well as placement
in better jobs.
The vast majority of adults receiving Aid to Families
with Dependent Children (AFDC) are single women
heads of household whose employment opportunities
have traditionally been fewer and potential wages
lower than those of men. The Welfare Employment
Education and Training (WEET) Program operated by
DWE has focused on improving the employability of its
AFDC clients by assisting with supportive services
(child care, transportation) and providing remedial
education, prevocational and vocational training, with
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employment and training agencies, community action
agencies, vocational/technical institutes, adult educa
tion programs, the University of Maine, other educa
tional programs and institutions and economic
development organizations.

WEET (the Welfare Employment, Education
and Training) Program is an innovative approach to
preparing Maine's AFDC (Aid to Families with
Dependent Children) recipients for work. Here is how
it works.

W EET's Clients
Maine does not provide AFDC to intact families.
The overwhelming majority of the 16,500 families
receiving AFDC are headed by single women. Similar
ly, over 90% of the 3,000 AFDC recipients who par
ticipate in the WEET program at any one time are single
mothers.
The majority of the AFDC recipients who par
ticipate in the WEET program are required to do so by
federal law. A goal of the WEET program has been to
encourage AFDC clients who are not required to par
ticipate to do so on a voluntary basis. At present, over
30% of all WEET participants are volunteers.

Background
Administered by the Division of Welfare Employ
ment of the Department of Human Services (DHS), the
Welfare Employment, Education and Training (WEET)
program replaced the WIN (Work Incentive) program
on April 1, 1982. Maine's new WEET program is dif
ferent in several ways:
First, DHS is now responsible for the total opera
tion of the program. Historically, the WIN program was
administered by two departments- DHS and the
Department of Labor.
Second, WEET is much more flexible because of
Maine's participation in the federal demonstration pro
gram.
Third, the duties and responsibilities of the former
staffs of both departments have been combined both at
the manager and worker levels. Under the WIN pro
gram, the labor staff was responsible only for the
employment and training needs of AFDC recipients,
and the Human Services staff was responsible for the
supportive services needs. Under WEET, all staff are
responsible for addressing all of these needs.

WEET Services
When the WEET office receives the name of an
AFDC recipient, that client is assigned to work with a
case manager. This case manager does an assessment
of both the recipient's strengths and needs that must be
addressed in order to become “ job ready" (see article,
Page 6) Together, the case manager and the recipient
develop an employability plan.
If the AFDC recipient is job ready, WEET can pro
vide some assistance in searching for a job through
counseling, job development or a job club.
If the client is not job ready because of a lack of
training or education, WEET can help by arranging and
if necessary, paying for the needed training or educa
tion. This can include remedial education, adult educa
tion, prevocational programs, career exploration, voca
tional technical classes and other job skills training,
courses in two-year and four-year post-secondary in
stitutions and on-the-job training.

W EET's Collaboration
A distinguishing characteristic of Maine's WEET
Program is its strong and continuing emphasis on pro
viding services to AFDC recipients on a collaborative
basis with other agencies and groups.
In addition to the fact that it make good sense for
agencies with clients or services in common to work
together, there are at least two reasons for WEET's em
phasis on collaboration.
First, a massive cut in federal funds in December
1981 left the old WIN program reeling. Staff time was
spent trying to figure out how to provide services with
fewer than half as many staff and a lot less money.
When the WEET Program began on April 1, 1982, it
was clear that it could accomplish more, stretch its
scarce dollars further, and reach more AFDC recipients
by working together with other agencies to plan for,
provide and pay for services.
Second, a prominent feature of WEET is its case
management approach. A principal philosophy
underlying the program is that there are services and
programs already available that can go far toward
meeting many of the employment, training and suppor
tive service needs of AFDC recipients. It is the job of the
WEET staff to coordinate and facilitate access to these
services on behalf of their clients. Case management in
volves close cooperation with other providers of ser
vice, such as the Displaced Homemakers Program,
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Further, if the recipient requires supportive ser
vices (such as medical care, transportation; child care),
in order to participate in a training or education pro
gram, or to search for a job, WEET can help by arrang
ing and if necessary, paying for these services.
For the most part, WEET does not provide direct
services, except for assessments, counseling and job
search assistance. Rather, WEET tries to convince other
agencies, groups and individuals to make their services
and assistance available to WEET clients.

New Beginnings
The New Beginnings Program in Portland is a joint
creation of WEET, the Cumberland County Training
Resource Center and Displaced Flomemakers. This has
been one of WEET's most visible and successful joint
ventures.
New Beginnings was launched in May 1982 as an
experiment, backed by the faith of three seperate agen
cies and there agreement on the program design. The
program's aims have been to give welfare women a
fresh start toward economic independence and to
demonstrate new ways agencies can work together. All
these participating agencies, their staff and the women
themselves agree that New Beginnings has succeeded.
Why has New Beginnings been successful? Con
cept and collaboration have been completely in
tegrated. The three agencies, each with its own
seperate mandate and procedures, have voluntarily
agreed to contribute what each could do best, setting
aside rivalry and distrust. Each has shared in designing
the program and thus, in the commitment to making it
work.
WEET is responsible under federal and state law for
moving AFDC recipients into jobs. The Displced
Flomemakers program has an exceptional curriculum
for displaced homemakers and a solid base of
knowledge about problems facing women job-seekers.
The Cumberland County Training Resource Center has
administered federal employment and training pro
grams.
The specific program components of Displaced
Flomemakers include the following. The collaboration
among the three agencies extends throughout all of
these:

W EET's Record
During its first year, WEET accomplished a shift in
emphasis from simply pushing an AFDC recipient into
a job as soon as possible to affording them education
and training opportunities to help prepare them for
good jobs that can lead to self-sufficiency.
At the same time, 769 AFDC recipients participated
in various education and training programs and
courses. During the last fiscal year of the WIN program
529 AFDC recipients participated in such programs.
During the first year, 1,103 WEET clients got jobs.
That's 33.4 per staff person. During the last full fiscal
year of WIN, 2,278 clients got a job, which figures out
to be 29.2 per staff person. The obvious correlation is
that with less staff, there has been a 14% increase in the
number of jobs obtained under the WEET program.

Summary
In summary, during its first two years of operation,
WEET has entered into at least two dozen cooperative
ventures throughout the State, with almost as many dif
ferent agencies. The programmatic areas in which this
collaboration has worked range from prevocational
training to career exploration, remedial education to
on-the-job training, job search, outreach and advocacy
to child care training and services, and intake and
assessment to community and economic development.

Intake. The AFDC recipients experience orienta
tion, interviews and evaluation of health problems and
an assessment of needs for day care, transportation and
other support services.
Prevocational Training. Intake is followed by a
four-week session including: needs identification and
skill assessment, effective communication, decision
making, setting personal and job goals, training, and in
formation on occupational requirements and opportunites.
Remedial Education. Six hours each week in ac
quiring or strengthening learning skills are provided, as
preparation for on-the- job training, work requirements
or a high school equivalency.
Support Group. There are weekly meetings for
mutual help in dealing with personal as well as voca
tional concerns.
Field Training. The AFDC recipients participate in
part-time work placement for 8-10 weeks to improve
basic work skills and gain a current employment
record.
#
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Job Search Training. They are also involved in
group and individual work in job-market research,
preparing resumes, job-seeking activites such as inter
views, under the guidance of job-development
counselors.

Before WEET participants are referred to an
employer, they are screened by staff specilaists to en
sure they are "job ready".
So what do we mean by "job ready"?
The "job ready" man or woman:

Job Readiness Assessment. Staff conduct inter
views and review of progress during training to deter
mine whether a client is ready for job placement.

• is strongly motivated to gain economic in
dependence
• accepts supervision and can understand/follow
directions
• is able to communicates well and works
cooperatively as part of a team;
• has achieved high school levels in reading,
writing and math;
• has shown reliability, willingness to learn, and a
knowledge of what employers expect and re
quire;
• has developed occupational goals;
• has no medical problem that would affect job
performance; and
• has arranged transportation and any needed
child care.

On-The-Job- Training. Finally, the AFDC recipients
are placed in jobs where specific skills are taught,
leading to permanent employment. The employer is
reimbursed for providing the training though a
mechanism called "grant diversion".
To date, approximately 60 AFDC women have
completed the New Beginnings program. That the
inter-agency approach to this program has been suc
cessful is suggested by comments by some of these
women.
" I think the name says everything. This program has
offered us a New Beginning, giving us all a goal and
sense of direction!"
"Before New Beginnings, / felt down and worthless,
unskilled and even stupid. Now I realize that I can
amount to something. I've been given a second life!
New Beginnings has shown me who I am and where to
go. Also how to get there. Now I can live - not just
exist."

In discussing job readiness as part of the acquisition
of work training, the following ideas of Cole and Miller
are helpful:
"Acquisition of job readiness appears to interact with a
person's socio-cultural and socio-economic environ
ment, including family and peer influences, oppor
tunities for educational and vocational training, com
position of the labor force in a person's community and
the type of economic development in the area in which
the person lives".
Job readiness encompasses technical skills which
are necessary to perform the tasks of a particular job. It
includes interpersonal and socially relevant skills which
are needed to function effectively and to conform to
the demands and requirements of work.
Knowledge of one's own interests, needs, skills and
other competencies constitute an aspect of job
readiness. Being able to make plans and carry them
out, matching one's own skills and interests and the op
portunities for employment is also part of job readiness.
Basic literacy; education; adaptive social and per
sonal skills; increasing one's knowledge and awareness
of the world-of-work; realistic expectations regarding
work as well as a particulat job; and benefiting from
work experience through increased understanding of
self and work are all part of job readiness. It appears
that these aspects of job readiness cannot be acquired
quickly and that acquisition goes on for extended
periods of time.
Job readiness has been described as leading
ultimately to employment in the primary labor market
or into some type of job which provides the individual
with similar kinds of rewards and satisfactions
associated with such employment.

The New Beginnings program has been a lifeline
between being housewife and re-entry into the labor
force. It has been hard work, but the support and
discipline are what I've needed. I am grateful for the
"push".
"This program has made me feel like I am someone
who should be appreciated; I have good qualities to of
fer to my next employer."

Prevocational Opportunities Program
Moving from Maine's largest city to one of its most
rural areas, WEET has been a key player in another suc
cessful collaborative venture in Washington County.
Known as the Prevocational Opportunities Program
(POP), no fewer than five (!) agencies have participated
in this effort; Washington County Vocational Technical
Institute (WCVTI), Washington Hancock Community
Agency, Washington County CETA/JTPA Program,
Displaced Homemakers and WEET.
This progam is two fold: prevocational training for
AFDC recipients offered by WCVTI and an affiliated
child care center, which provides not only child care to
AFDC recipients enrolled in POP, but also training for
AFDC recipients who would like to set up their own
child care facilites.
Editor's note: Diana Scully is the Director of the Divi
sion of Welfare Employment, Department of Human
Services. This article is taken from two of her recent
writings on the WEET program.
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To assess job-getting skills:
• Do you have an effective resume?
• Are application forms easy for you?
• Do you have appropriate reference?
• Are you ready for a good impression at an inter
view?—confident, well groomed and dressed
neatly?
• Are your sources for locating jobs extensiveformal and informal?
To review you work history:
• Can you show a reliable work history, including
previous jobs, training or volunteer work?
To assess your communication skills:
• Can you express yourself clearly?
• Can you respond to questions confidently?
• Can you write simply and clearly?

Job development-what's its role in affecting the
ability of the unemployed to find a job?
An increasingly important part of the field of
employment and training is job development. Quite
simply, it links positions with training and employment.
It brings together those who have skills with employers
who need them. It gives low income people and those
facing serious barriers to employment an opportunity
for training and advancement. At its best, it is a creative
way of meeting employers' needs through developing
potential resources from those people who need jobs.
A job developer identifies employer needs through
research and planning. He or she acquires a thorough
knowledge of the size and structure of the labor market
and on this basis, selects certain industries or
businesses to approach. In conversation with an
employer, needs are identified, and if possible, an
agreement is reached that includes one or more jobs
and six months of training which is partially reimburs
ed. At the end of that time, if the performance has been
satisfactory, the trainee becomes a regular employee of
the business.
For instance, a job developer for WEET might meet
with the personnel director of a banking corporation.
The impetus for the meeting is the expansion or
merger of the bank. In discussion with the directors,
the job developer seeks clarification and further infor
mation about the bank's plans and shares WEET's
resources and services in training and screening. In
some instances, he or she will identify clients to meet
the bank's needs, if that negotiation is successful, the
bank obtains reliable personnel, and a woman takes a
major step toward financial independence.
Deborah Leighton

Here are some questions to ask yourself to see if you are
"job ready":
To check your ability to cope with life/work manage
ment problems:
• Do you have any medical or emotional barriers
to getting a job? (including drug or alcohol
abuse)
• Have you arranged for child care, if necessary?
• Do you have transportation?
• Can you organize your time effectively?
To check out needed education skills:
• Do you have education requirements for an en
try level job?
• Are your reading, writing and math skills up to
date?
To consider your motivation:
• Is your desire to work strong?
• Have you been making constructive efforts to
get a job?
To think about your work maturity;
• Do you have realistic job goals?
• Can you discuss your abilities, values and in
terests within the world of work?
• Are you prompt; is your attendance reliable?
• Are you willing to accept supervision?
• Do you follow directions well?
• Does being part of a team feel good to you?
• Do you have any difficulty understanding what
is expected of you?
• Do you understand employee rights, and cus
tomary fringe benefits in a job?
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The three-week Job Club, which usually has from
10 to 12 people, begins with a week of intensive job
seeking, skill building exercises, including; self
assessment, goal setting, completion of practice job ap
plications, role playing job interview (video-taped) and
learning assertive telephone techniques for getting job
interviews from resistant employers. The final two
weeks are spent calling employers, going to job inter
views, and sharing job seeking experience with the
group. This provides feedback and support to bolster
each group member's confidence and further improve
his or her job search approach. While job-seeking with
a group gives the added advantages cited earlier, these
methods can considerably improve the chances for
success for the solo job seeker as well.

The Division of Welfare Employment (DWE) of the
Department of Human Services conducts self-directed
job search known as “ Job Clubs" for its job ready
AFDC and Food Stamp recipient clients.
The “ Job Club" (there are actually several titles for
the process depending on the model used) is a na
tionally researched group approach to job seeking. It
has proven both nationally and in Maine, to provide a
higher job placement rate than typically results from
job search activities by individuals. The DWE Job Clubs
in Maine have resulted in 65 to 75 percent of the par
ticipants getting jobs.
The greatest strength of the Job Club approach lies
in the group itself. Group leaders and members of the
group provide feedback and support to one another,
helping to build self-confidence as well as improve job
seeking skills. A sense of “ we're all in this together"
develops, which tends to reduce the anxiety and
frustration that you might experience when facing a
tough labor market alone. Besides finding a job, a
primary goal of the Job Club is to help participants help
themselves, both now and in future job seeking ef
forts.
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Of the 25 million new jobs to be created by 1995, half
the growth will occur in only 40 occupations, BLS said.
(The accompanying chart details those fields). "O nly
one fourth of the occupations generally require a col
lege degree". Also, the fastest growing occupations
mostly in computers and health are not high on the list
of those that will add the greatest number of jobs, BLS
cautions.

High Technology jobs will grow at a rapid pace
through 1995, but high tech will still be "a small slice of
the employment pie". At the same time, traditional oc
cupations in goods and services will continue to offer
fertile ground for job-seekers.
Those are among the conclusions of the federal
Bureau of Labor Statistics (BLS), which recently put out
its biannual occupational projections.
Contrary to popular opinion, "the decade of the
1990's will not see the demise of America's smokestack
industries...Job gains in manufacturing", for example,
"w ill account for almost 1 of 6 new jobs between 1982
and 1995", BLS said.
Services—including such fields as communications,
trade, finance, real estate, transportation and
government-will provide three-quarters of the 25
million new jobs to be created between nowand 1995.
Overall, U.S. employment will grow from 102 million
to 127 million, according to BLS estimates.
Meanwhile, high technology workers, who in 1982
made up about 3.2 percent of all U.S. employees, will
grow to about 3.8 percent in 1995.
The growth rate for high tech jobs, however, will be
about 46 percent, compared to 25 percent for all oc
cupations. High technology jobs will rise from about
3.3 million today to 4.8 million in 1995.
BLS treats those who will "design, develop, and use
high technology products such as computers, scientific
and medical instruments, communication equipment,
and robots" as high tech workers, and includes jobs re
quiring any specialized postsecondary training from an
associate degree to a doctorate in its count.
High technology companies will thrive most in New
England, where they will replace declining industries
and take advantage of "preeminent educational institu
tions".
While technology changes will boost the number of
jobs in some fields, it will reduce the number of jobs in
others, BLS notes. "For example, word processing
equipment will slow the employment growth of
typists...(and) advances in computer aided design
technology are expected to severely limit the employ
ment growth of drafters".
The occupations that are expected to decline most
rapidly between now and 1995 are those affected by
technological developments and those in declining in
dustries, BLS said. Among those jobs are railroad con
ductors, shoemaking machine operators, aircraft
assemblers, college faculty, data entry operators and
typesetters.
While there will be less demand generally for college
faculty members, reflecting the drop in the college age
population, postsecondary "vocational education
teachers can be expected to grow at strong pace". That
is explained in part by the new emphasis on retraining,
BLS explained. Overall, the number of voc ed teachers
will grow 46 percent, from 99,000 to 143,000 by 1995.

BLS's projections, from the November issue of Monthly
Labor Review, are available for $5 from Superintendent of
Documents, Government Printing Office, Washington,
D.C. 20402.

B u ild in g c u s to d ia n s

7 7 9 ,0 0 0

2 7 .5 %

C a s h ie rs

7 4 4 ,0 0 0

4 7 .4

S e c re ta rie s

7 1 9 ,0 0 0

2 9 .5

G e n e r a l c le rk s , o f fic e

6 9 6 ,0 0 0

2 9 .6

S a le s c le rk s

6 8 5 ,0 0 0

2 3 .5

N u rs e s , re g is te r e d

6 4 2 ,0 0 0

4 8 .9

W a it e r s a n d w a itre s s e s

5 6 2 ,0 0 0

3 3 .8

T e a c h e rs , k in d e r g a r te n a n d e le m e n ta r y

5 1 1 ,0 0 0

3 7 .4

T r u c k d r iv e r s

4 2 5 ,0 0 0

2 6 .5

N u r s in g a id e s a n d o r d e r lie s

4 2 3 ,0 0 0

3 4 .8

S a les re p r e s e n ta tiv e s , t e c h n ic a l

3 8 6 ,0 0 0

2 9 .3

A c c o u n ta n ts a n d a u d it o r s

3 4 4 ,0 0 0

4 0 .2

A u t o m o t iv e m e c h a n ic s

3 2 4 ,0 0 0

3 8 .3

S u p e rv is o rs o f b lu e - c o lla r w o r k e r s

3 1 9 ,0 0 0

2 6 .6

K itc h e n h e lp e rs

3 0 5 ,0 0 0

3 5 .9

G u a rd s a n d d o o rk e e p e rs

3 0 0 ,0 0 0

4 7 .3

2 9 7 ,0 0 0

3 6 .7

F o o d p r e p a r a t io n a n d s e r v ic e w o r k e r s ,
fa st f o o d r e s ta u ra n ts
M a n a g e rs , s to re

2 9 2 ,0 0 0

3 0 .1

C a rp e n te rs

2 4 7 ,0 0 0

2 8 .6

E le c tric a l a n d e le c t r o n ic t e c h n ic ia n s

2 2 2 ,0 0 0

6 0 .7

L ic e n s e d p r a c t ic a l n u rs e s

2 2 0 ,0 0 0

3 7 .1

C o m p u t e r s y s te m s a n a ly s ts

2 1 7 ,0 0 0

8 5 .3

E le c tric a l e n g in e e r s

2 0 9 ,0 0 0

6 5 .3

C o m p u te r p ro g ra m m e rs

2 0 5 ,0 0 0

7 6 .9

M a in t e n a n c e re p a ire r s , g e n e ra l u t ilit y

1 9 3 ,0 0 0

2 7 .8

H e lp e r s , tra d e s

1 9 0 ,0 0 0

3 1 .2

R e c e p tio n is ts

1 8 9 ,0 0 0

4 8 .8

E le c tric ia n s

1 7 3 ,0 0 0

3 1 .8

P h y s ic ia n s

1 6 3 ,0 0 0

3 4 .0

C le r ic a l s u p e rv is o rs

1 6 2 ,0 0 0

3 4 .6

C o m p u t e r o p e r a to r s

1 6 0 ,0 0 0

7 5 .8

S a les r e p r e s e n t a tiv e s , n o n t e c h n ic a l

1 6 0 ,0 0 0

2 7 .4

L a w y e rs

1 5 9 ,0 0 0

3 4 .3

S to c k c le rk s , s t o c k r o o m a n d w a r e h o u s e

1 5 6 ,0 0 0

1 8 .8

T y p is ts

1 5 5 ,0 0 0

1 5 .7

D e liv e r y a n d r o u t e w o r k e r s

1 5 3 ,0 0 0

1 9 .2

B o o k k e e p e rs , h a n d

1 5 2 ,0 0 0

1 5 .9

C o o k s , r e s ta u ra n ts

1 4 9 ,0 0 0

4 2 .3

B a n k t e lle r s

1 4 2 ,0 0 0

3 0 .0

C o o k s , s h o r t o r d e r , s p e c ia lt y a n d fa st fo o d

1 4 1 ,0 0 0

3 2 .2

*lncludes only detailed occupations with 1982 employment of 25,000 or more
Source: U.S. Department of Labor

Reprinted with permission from EDUCATION AND
WORK, December 13, 1983, Capitol Publications, Inc.,
Arlington, Virginia.
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The transition from homemaker to homemaker
and economic provider may be further complicated by
feelings of ambivalence and guilt at having less time
and energy for the children. This is especially true
when the choice of child care is limited or when the
children do not support their mother's efforts to go to
work.

Health Care
There is a strong correlation between poverty and
ill health. This was dramaticaly illustrated last year with
the publication of a study from the Maine Department
of Human Services which disclosed that children of the
poor were dying at three times the rate of other
children. The availablility of health care is a critical fac
tor in a welfare recipient's decision to seek work and/or
the ..bi ity to find work.
Ai| AFDC recipients are automatically covered by
Meaicaid and for many, this insurance is as important
or more so than the AFDC grant itself. Many of the jobs
what welfare recipients can get do not provide health
insurance. The fear of losing health insurance inhibits
some recipients from seeking or accepting work. Given
that many adults on AFDC, as well as their children,
have more chronic health problems, maintaining
medical coverage is a responsible parental position.
Health problems can acutely affect both the
chances of being hired and the ability to stay on the
job. Medicaid does not cover eyeglasses or dental work
for adults; both of these are often critical to employ
ment. The WEET program can provide some of these
remedial medical sevices to AFDC recipients seeking
employment, (see page 4)

Contrary to common public perception, most
welfare recipients want to work. They do not want to
continue to be dependent on welfare.
Several studies have been done which show that
welfare recipients feet much the same about work as do
middle income families. They identify working and
having a good job w ith self-esteem. They
aspire to a good education for their children, a nice
home and a good job.
If welfare parents and their children do not need to
be educated in the merits of work, what is it that makes
it so difficult for so many to leave welfare dependence?
There are obvious reasons; many have poor educa
tions, and there are not enough jobs that pay enough
money to provide an adequate standard of living.
There are also less obvious factors that have to do with
the fact that most AFDC (Aid to Families with Depen
dent Children) recipients are women who are the sole
or primary means of support for their children.

Welfare and Stress
A woman who goes on welfare is likely to be in
some type of crisis situation, both emotional and finan
cial. She is likely to have recently been through a
divorce, separation or abandonment, with an accom
panying loss of financial support. She may also be faced
with legal problems in areas such as child custody,
alimony or child support. These stresses may also be
compounded by financial debts, inadequate housing
and the emotional problems of her children during the
period of adjustment to a changed family situation.
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The decline in poverty during the last decade has
been almost entirely in families headed by men. Nearly
one in three female-headed households is at or below
the poverty level, one out of every nine families headed
by men without wives is poor and only one in 18
husband-wife families is at or below povery. More than
a third of all single mothers with children under six who
worked full-time at paid labor in 1977 were poor. It has
been estimated that, all other things being equal, if the
proportion of the poor who are in female-headed
families were to increase at the same rate as from 1967
to 1977, all of those in poverty would be comprised
solely of women and their children by the year 2000.
Occupational segregation is one of the primary
forces that contributes to women being poor. Women
are concentrated in a relatively small number of low
pay occupations such as clerical, services and non
durable goods manufacturing. Even within these oc
cupations they are generally paid less than men. In
1977, the median earnings of year-round, full-time
civilian workers were:
Women
Men
Clerical Worker
$8,552
$13,057
Service Workers
$8,552
$13,057
Operators (machine)
6,061
8,662

Child Care
The lack of quality day care is an obstacle to acquir
ing skills and finding a job for any parent. The waiting
lists for developmental day care are long, and in some
parts of Maine, there is a shortage of licensed day care
homes. The need for after-school care for the older
child is particularly acute. The AFDC grant allows for
child care expenses for working recipients. However,
once the mother earns enough money to disqualify her
for AFDC, usually four months after she begins work,
she must assume the full cost. There are subsidized day
care centers where there is a sliding fee scale, but the
waiting lists are always long.

Finding a job
Many women who go on AFDC have either never
worked outside the home, or they have only worked
off and on. Some may have had unsuccessful ex
periences in finding or keeping a job. They may have
found they could not progress in a job or may have
been unable to keep a job due to family or medical pro
blems, inadequate job preparation, or they may have
been laid off. In any case, a pattern of failure once
established becomes increasingly difficult to break.

Costs of a Job

Summary

Apart from the attitudes and motivation which may
result from previous work experiences, there are a
number of practical problems that must be overcome
before a welfare recipient can find a job and keep it.
The costs of going to work are substantial for someone
who will be earning relatively little. These include the
obvious costs of child care and gasoline for transporta
tion, and the less obvious costs of car repairs, insurance
and payments as well as the added costs of buying
more prepared convenience foods, and of appropriate
work clothes or uniforms. In addition, food stamp
allotments are reduced by approximately 30 to 40 per
cent for every additional dollar that is earned.

The average welfare recipient is not likely to be
conversant in economic development policy, or
unemployment figures, or the statistics on women and
poverty. Neither is she ignorant of the reality beyond
these abstractions. The message of powerlessness is
transmitted, even though it may remain unspoken.
“ Discouraged worker" takes on a special meaning for
these women.
When the reality of the social and economic forces
outlined is combined with a generally hostile percep
tion of welfare recipients on the part of the public, it
cannot but negatively color a welfare recipient's image
of herself. In turn, a self-image of failure cannot help
but create a further barrier to escaping the welfare
systems.

Available Jobs
Unemployment figures underestimate the disad
vantage women have in the labor market. Employment
rates refer to those who are actively seeking work.
There are many women who fall in the “ discouraged
worker" category, a hard to measure, but nevertheless
real category of those who have given up searching
because of poor luck.
For those women who do find work, it is more like
ly to be involuntarily part-time and/or seasonal. Even if
full-time work is found, it may not be sufficient to
escape welfare.

Editor's note: Sarah Shed is the manager of Research,
Planning and Development for the Division on Welfare
Employment, Department of Human Services. This
report was based on several works in the labor and
social services field. A bibliography is available on re
quest.

59 Cents and Feminization of Poverty
Women earn, on the average, 59 cents to every
dollar a man makes. If anything, the wage gap is in
creasing. If an AFDC recipient is able to find the
necessary medical assistance, transportation, child care
and skills that let her find, accept and keep work, she
still may find herself working full-time and in poverty.
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Why?
There are many answers to that question, but here
are two that offer possiblities for moving beyond such
obvious discrimination.
One is that the economic situation is partly related
to socialization patterns. Therefore, it can be changed.
Girls' and womens' socialization leads to lower and
more narrowly-defined career aspirations. Low self
esteem and fear of power make it difficult to demand
equal pay for equal work and equal pay for work of
comparable worth.
If you are not encouraged to explore or to take
risks, you are more likely to go into "safe" jobs and
"safe" job areas. However, this pattern can be chang
ed to a significant degree. The Women's Movement
has been a major resocializing force in this country. Re
cent prevocational and vocational programs have been
building these insights into their curricula.
Another possible answer to the question of why
very few women achieve positions of leadership con
cerns our valuation of many of the so-called
"fem inine" qualities. Although some of women's
socialization reinforces negative stereotypes and is con
trary to gaining economic independence, strengths are
also beginning to emerge.
The National Organization of Women's Legal and
Defense Fund held a forum for business leaders recent
ly to explore two styles of leaderhsip. One was iden
tified as a traditionally "masculine" style, with em
phasis on analytical, rational, quantitative thinking, The
other style was based on many dimensions

That girls and boys, women and men are socializ
ed differently and that their socialization is evaluated
differently is now well accepted.
Perhaps the best known research on gendersocialization and evaluation is a classic study by
Broverman (1970) in which "masculine" qualities
were identified as desirable for human beings while
"fem inine" qualities were likewise seen as weaknesses.
Since then, countless research has documented specific
instances of that pattern, including the extent to which
women are socialized to be helpers, to be dependent
upon teachers, to be involved with emotions and feel
ings, to be afraid to exercise power directly, or to be
afraid of being strong and independent persons.
At the same time, other research has been show
ing what many know firsthand:
• women hold the majority of low-paying jobs;
• jobs are stereotyped by gender;
• very few women attain leadership positions in
business;
• positions requiring similar competence are
paid less well in the leather or paper in
dustries or where the majority are women
that in those where the majority are men;
• increasingly, women constitute the majority of
the poor in this country.
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of"fem inine" socialization-synthesizing a broad range
of considerations and sensitive to the human relation
ships involved. Each style is appropriate to given situa
tions, and the second may well be more appropriate for
the increasingly complex structures of contemporary
business and politics.
In a similar vein, the physicist Fritjof Capra and
psychologist Jean Baker Miller have been documenting
the need in this world for a more positive valuing of
much of what women have learned. A positive step
now is for prevocational and vocational training pro
grams to incorporate these resources into their cur
ricula.
Resocialization and a rethinking of our socializa
tion patterns need not and should not begin in
adulthood as women face critical issues of employment
and income. They can and should also occur in public
schools, vocational-technical schools and colleges.
A wealth of material is available that identifies how
society unwittingly reinforces the stereotyping of dif
ferences in the way we treat boys and girls, some of
which create the gaps in girls' socialization to work.
One example drawn from the work of Myra and David
Sadker follows:

"Teachers not only disapprove of boys more; they also
approve of them more and give them more positive ac
tive teaching attention. Teachers tend to praise boys
more, ask them more questions, initiate more workrelated contacts with them, and give them more extend
ed directions. Girls of all ability levels do not receive this
active attention and instruction. They are more likely to
be the quiet and invisible members of classroooms.
They are less likely to get extended directions and more
likely to get things done for them instead. They are ask
ed fewer questions and receive fewer opportunities to
participate in classroom discussions".
The task is complex and subtle. It needs constant
awareness. But the rewards are enhanced career and
life opportunities for women and for men-just possibly
a more human world for all of us.
Editor's note: Deborah Leighton works for the Division
of Welfare Employment at the Department of Human
Services. This work was drawn from works cited in the
text and "Women Leadership and 1980's: What Kind
of Leader Do We Need"? by Lynn Rosener and Peter
Schwartz. A bibliography is available on request.
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While the focus of our educational system today is
one of individualized instruction for our students,
whether their needs be for remedial skills or programs
of enrichment, some members of earlier generations
did not have the same specialized programs that exist
today.
And while The Work Education Quarterly focuses on
aspects of career awareness and education that might
prove helpful to public school educators and youth
considering their life's work, the teaching principles of
an agency like Displaced Homemakers are universal.
The problems experienced by women attempting to re
enter the labor market after years of unpaid work as
homemakers and childbearers are real ones.
It is our hope that this informational article by Betsy
Lane, Acting Director of Displaced Homemakers, will
provide a learning tool for today's school youth, their
educators, and maybe their mothers.

The Displaced Homemakers Project helps women
who need to return to work after many years as fulltime
homemakers. In most cases, they have lost financial
support due to death, separation, divorce or disability
of their partner.
Going to work outside the home for the first time in
several years-or at all-is scary. It is a time of self-doubt
and uncertainty.
The following questions are samples that the
Displaced Homemakers staff often hears from women
of all ages and backgrounds who are trying to become
economically self-sufficient.

Q.

I have never done anything. Who would hire me?

A.

Homemakers are very busy! Because your work is
in the home, it does not seem to be as valued as
other professions are, nor is it rewarding financial
ly. However, many homemakers are skilled in
such areas as organizing, scheduling, repairing,
purchasing and budgeting. These skills combined
with those acquired through various volunteer ac
tivities are transferrable into the labor market. The
phrase "I have never done anything" is certainly
not true for most homemakers. This is the time to
start thinking about why someone should hire
you.
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Q.

Where and how do I start looking for work?

A.

Let people know that you are looking for work.
Tell your friends and relatives. If you can, tell
them what kind of work you would like and what
your skills are. Volunteering in a field you like will
give you experience as well as make you accessi
ble and well-trained should a paid position
become available. Although only 5% of new jobs
are found through the newspapers, it is still a
good idea to read the help-wanted section daily.
The newspaper (or your network) may have infor
mation on career and/or job-seeking strategies
workshops. Attending these can be very helpful.
Be prepared to take time. If you approach a
potential employer about a job, be sure to
schedule time to stay and talk should you be in
vited to do so.

Q.

How do I decide what I want to do?

A.

Volunteering is an excellent way to get ex
perience and references while finding out if you
like the work. You can also interview people who
have a job you think you'd like. Ask them how
they got their job, what they like and dislike, if
they expect advancement, and what kind of train
ing is required. Start a file of all the occupations
you ask about for your own reference. Sometimes
a career/job decision is made on one's financial
situation or the need to work full-time or part
time. Keep these things in mind while exploring
options. Continue to read career resource
materials, observe people in different employ
ment situations, and ask questions. If there is a
career resource center near you, schedule a visit.
Do not limit occupational choice. Explore
everything from computer technician to retail sales
- any field you think you would enjoy.

Q.

Am I too old to get a job?

A.

Unfortunately, age is used against people,
especially women, when they seek employment.
However, many employers are now aware of the
qualities that older workers have. Not only are
they experienced and responsible, but also
mature, motivated, loyal, eager to learn and to
work, adaptable and positive. Think of the
qualities that you possess and point them out to
potential employers.

Q.

How can I afford to go back to school?

A.

Financial aid is available at most schools. Make an
appointment with the financial aid office at each
school you consider. Explore the availablility of
scholarships and interest-free loans. There are
also adult education programs offering excellent
courses for small fees.

Q.

Where will I get the clothes needed for a job?

A.

Second-hand stores are delightful! Not only is the
merchandise inexpensive, but often unusual and
different from everyone else. Choose clothes that
you like and enjoy wearing. Select colors and
styles that allow for several combinations. Ac
cessories can also change something old into
something new. Looking nice does not necessari
ly require money.

Q.

Will I ever be able to balance a new job and
household/family responsibilities?

A.

At times it may seem impossible, but it is
manageable and done daily by thousands of
women. Begin by setting priorities, making
schedules and "to d o " lists. This will help you
organize time and use it efficiently. Talk with
family members about the changes and your ad
ditional responsibilities. Ask them for help. Assign
tasks. Make your expectations of them clear and
try to be consistent. If possible, join a support
group in your community for women who are in
the same situation. You'll find that everyone
struggles with the "balancing act" and you may
have a good tip to share with others.

These questions and many others are answered-or at
least explored-during a pre-vocational training session
at one of the six Displaced Homemakers multi-purpose
resource centers. The sessions are 8 to 10 weeks long
and cover personal assessment, career decision
making and job-seeking skills. The centers also offer
support groups, one-to-one assistance and information
and referral. For more information, call one of these
Displaced Homemakers Centers:
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Exercise: List on a sheet of paper the jobs you have had
and what you liked most and least about them. You
should do the same with school subjects, particularly if
you have never worked. Also list any other activities
(hobbies, etc.) and what you like or dislike about them.
Finally, list your skills, abilities and strengths as they ap
ply to jobs, school subjects, and other activities.
In a brief paragraph, write a summary profile of
yourself from the lists you have made.

Job readiness includes not only those skills
necessary to perform a job, but also those skills re
quired to get that job. This issue's Curriculum Corner
focuses upon job-seeking skills. It has been adapted by
David Lanman from material developed by William
Sven Lindberg and Karen Howdyshell, Concepts for
Tomorrow, Dexley, Ohio. Further information can be
obtained by calling Lanman at the Division of Welfare
Employment, Department of Human Services,
289-2636, or by calling any Regional DWE office.
This guide contains ten sections which will help
you develop knowledge, techniques and approaches
to becoming a skilled job-seeker.

IV. Goal Planning. Having a realistic job goal helps
focus the job search in directions that will be most satis
fying to you personally. Information from the self
assessment exercise should be kept in mind.
V. Job Leads. It is a pertinent fact that 75% of job open
ings are never made public. Information about these
openings comes from friends or relatives who are work
ing (15%) and through direct contact with employers
(60%). Of the 25% of the jobs that are made public, ap
proximately 12% are located through employmebt
agencies and 13% through newspaper ads.
Obviously, direct employer contact is going to be the
most productive way of finding a job.

I. Reasons people fail to get jobs. (Before looking for
a job, you need to examine five areas. Deficiencies in
these areas may result in not) getting a job. They are:
(1) Methodology (way of going about it)
(2) Communication Skills
(3) Self-Confidence
(4) Job Goals
(5) Motivation
Steps in this guide will help you to examine and
strengthen these areas.

VI. The Job Application. The job application is the way
employers screen out rather than screen in applicants.
How it looks at a glance may determine whether it is
ever read. It should be neat (printed carefully or typed)
and complete (all questions answered, dates of
employment accurate, addresses with zip codes if
possible, spelling correct).

II. Do you really want to work? This question may
seem odd, but not all people can blend their lifestyles
with the world of work, and/or may not need to work
because of personal circumstances. Wanting to work is
an important part of finding and keeping a job.
Exercise: On a sheet of paper, list from your own
perspective the positive and negative aspects of
unemployment. If the positives outweigh the negatives,
maybe a job is not for you. This exercise can also help
show that there are more benefits to working than just
money.

Exercise: Get a few sample employment applications
and complete them. If you find that there is informa
tion, such as dates of employment, that is hard to
remember, double check. Make a perfect master ap
plication from which you can copy information onto
the actual applications when you are job hunting.

III. Self-Assessment. Taking a hard look at your likes
and dislikes, skills, strengths and abilities is a crucial
first step in job seeking.
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(3) Anticipate objections and tough questions
An employer may ask questions about your
work history or other aspects of your ex
perience that may put you on the spot. For in
stance, if you got fired from a job, respond to a
question about that firing by showing how you
learned from that experience, or explain the cir
cumstance of the dismissal. Do not criticize or
blame former employers.
(4) Body language - Make sure you display con
fidence by maintaining good eye contact and
sitting straight in the chair. Shake the
employer's hand both at the beginning and end
of the interview.

VII. The Personal Profile. Resumes are not generally
reviewed in the job Club, unless someone is seeking a
professional position for which a resume is an ap
propriate method of application. The "Personal
Profile” , which is like a brief resume, is completed by
each participant and copies are made to include with
applications or are given to employers at the time of the
interview. Many employers have been impressed by
this "extra step” .

(5) Closing the interview - Make sure the
employer is sure that you want the job at the
end of the interview. Do not assume that your
presence is enough. Thank the employer for the
time and ask when you can call to find out if a
decision has been made, provided you have not
been hired or turned down during the inter
view.
Exercise: Using your master job application, practice
interviewing with a friend. If possible, video or audio
tape these practice interviews to give yourself addi
tional feedback.

Exercise: Make a "Personal Profile” . The words "Per
sonal Profile” should be typed in capital letters at the
top of a sheet of paper. Below that should be your
name, address and telephone number. There should
be three capitalized headings: 1) Qualities Offered, 2)
The Evidence, and 3) Some Details. Each should be
followed by a brief informal paragraph which sum
marizes respectively; 1) personal qualities and job
skills; 2) how your work and personal history has given
you those qualities and skills; and 3) a summary of out
side interests and activities.
VIM. The job Interview. The success of a job interview
depends on whether you can get the employer to like
you or not. Some interesting survey findings show that
45% of the success or failure of an interview depends
on personal appearance, 35% on how you express
yourself and how responsive you are. Only 10%
depends on experience (when an employer commits to
an interview it is assumed you are qualified or close to
qualified for the job), and the remaining 10% depends
on other miscellaneous factors.
You should be fully familiar with your work history and
other personal information, and be sure to use the
following techniques:

IX. Contacting employer's. Using your list of employer
leads, start making contact with employers. Using the
telephone, call a company and ask to speak to the per
son who does the hiring. When that person answers,
say who you are, what kind of work you are interested
in, and how you are qualified for that work. If the
employer indicates an interest, don't let yourself be in
terviewed over the telephone. Suggest a time that day
when you can come in for an interview. If the employer
is emphatic that there are no jobs, ask if there are other
employers who might be hiring for the kinds of work
you are interested in.

(1) Show liking - Work on ways that you can
get the employer to like you. One way is to
survey the office for items (such as family pic
tures) that indicate the employer's personal in
terests, and comment on those at appropriate
points in the interview.

Exercise: Make a telephone script that you can use
when calling employers. Practice using that script with
a friend before making actual calls.
X. A final suggestion. Don't get discouraged. You may
run into many employers who are rude or abrupt. You
may get many interviews and then not get the job. Use
those experiences to improve your skills, and
remember that the more interviews you have, the
greater your probability of landing a job.

(2) Volunteer Sufficient Information - You want
to make the employer aware that you are
qualified, that you can be reliable, learn quick
ly, etc. Questions asked by the employer, such
as "what can I do for you today” ? are oppor
tunities to sell yourself and offer information on
your qualifications.

GOOD LUCK!
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The six manuals of the Women's Employment and
Education (WEET) model program provide solid
management guidelines and selected field-tested
material tailored to the needs of AFDC women.
1) The Job Developer's Manual. A detailed guide for
planning and implementing an effective job skills train
ing program.
2) The Outreach Counselor's Manual. A guide for the
necessary work of recruitment and selection of women
for the program.
3) The Instructor's Employment Readiness Manual. A
curriculum handbook to be used in the three-week
training program to prepare women for successful
employment experiences.
4) The Participant's Employment Readiness Manual. A
workbook to assist women while in classroom train
ing and also as a resource and reference guide once
they are employed.
5) The Employment Counselor's Manual. A detailed
guide for job placement and one-year follow up of the
participant to assure her job retention.
6) The Program Director's Manual. A book of infor
mation and guidelines to help program directors
establish a successful management system for the staff
of the model program.
The WEET model was designed specifically to serve
women heads-of household. In particular, the program
aids those who are supporting their children through
AFDC. The agency operates on the assumption that the
solution to resolving many welfare problems is to assist
women heads of families to becomes economically
self-sufficient.
These manuals, although prepared specifically for
an AFDC program, have broken down the employment
and training tasks into manageable units. Presented in
workbook style, they can be adapted for use in other
situations. The director's manual, on the other hand,
details employment and training management issues.
The manuals are available for $39.95, postpaid,
from:
Social Services Department
Twenty-third Publications
Box 180
Mystic, Connecticut
Or they may be borrowed from the MOICC library,
Statehouse Station #71, Augusta, Maine 04333,
289-2331.

Today, many schools are preparing students for the
past.
Many schools may feature exciting programs in
computer science or environmental protection, yet the
prevailing attitudes about women and their place in
society often remain anchored in the past. Unspoken
attitudes, for example, suggest that women don't really
belong in science or in trades or in administrative jobs.
Legislation called the Women's Educational Equity
Act exists to promote education equity. But legislation
cannot make it happen. Educators have a responsibility
to incorporate non-sexist materials into their teaching.
The Education Development Center in cooperation
with Center for Research on Women at Wellesley Col
lege reviews, publishes and distributes materials that
assist educators and others to face today's issues of
educational equity.
Current catalog #2 76, Resources for Educational
Equity, contains a wealth of materials that can help
teachers achieve educational goals and equity at the
same time.
Materials are available from:
Women's Education Equity Act Publishing Center
Educational Development Center
55 Chapel Street
Newton, Massachusetts 02160
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A Philosophical Commitment - Since its inception,
the Maine Occupational Information Coordinating
Committee has actively promoted the use of bias free
materials to increase an individual's understanding of
the work world. Recognizing that it can be more dif
ficult to combat bias and stereotyping beginning in the
high school years, the MOICC has developed an
elementary school career information curriculum. This
curriculum, complete with 26 career posters and a 44
page curriculum guide, combines career information
delivery with career education concepts to provde a
bias free atmosphere in which to teach. Further infor
mation regarding training and product availability can
be obtained by contacting the MOICC.

Can the Guidance Information System be replaced with
a box? Obviously not! But for many schools and agencies,
The Maine Job Box will prove a useful resource. The box
developed by the Research and Analysis Unit of the
Maine Department of Labor and the MOICC contains
more than 150 occupational profiles, occupational in
dices, a career search techniques, and curriculm materials
for teaching and career guidance activities. The Maine Job
Box will be available for release in August of 1984. For
more detailed information, contact the MOICC.
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General Information
The Maine Occupational Information Coordinating
Committee is responsible for coordinating the develop
ment and dissemination of career and occupational in
formation statewide. Created by federal and state
legislation, the MOICC, working with personnel from
the statutory member agencies, has developed and
now maintains three major interactive computer based
systems of information. Through these efforts, methods
for the development and use of career, occupational,
and economic development information have been
streamlined, thus, eliminating unnecessary duplication
of activities.

Member Agencies
The Maine Department of Labor
The Maine Department of Human Services
The State Development Office
The Maine Department of Educational and Cultural
Services

Systems
The MOICC sponsors three systems of informa
tion. Each system is interactive and allows users the
freedom to shape the data for a variety of purposes.
The systems consist of:
(1) The Occupational Information System, OIS,
(2) The Economic Data-Based System, EDS,
(3) The Career Information Delivery System, CIDS,
Each system is updated on a yearly basis and is ac
cessible statewide through a tele-communications net
work.
Key Information that serves as the basis for these
systems is provided by (1) the Division of Economic
Analysis and Research, (2) the Bureau of Vocational
Education, (3) the State Development Office, (4) the
Bureau of Rehabilitation, (5) higher education and (6)
employment and training agencies.

The Occupational Information System was
specifically designed to assist vocational education and
employment and training administrators make deci
sions on establishing, expanding or curtailing training
programs based in part on occupational supply and de
mand information.
The OIS provides this information through a user
friendly, interactive computer program. By this means,
the information is delivered in a comprehensive, coor
dinated manner.
The following labor market information is provided
by the OIS:

Labor Demand Data
• Statewide occupational/employment
projections
• Statewide and sub-state historical employment
trends

Services

Labor Supply Data

To ensure appropriate and effective use of each
system, the MOICC offers the following services to user
agencies:
• Training in the use of each system
• Technical support relating to equipment and the
telecommunications network
• Training and assistance in the development of
career education/guidance programs
• Training in the use of labor market information
for economic and job development
• O perating the W ork Education Resource
Center—a lending library of career education
materials for educators and agency counselors
• Evaluation of local career education/guidance
services.

Other Pertinent Occupational
Information

• O utput by training program from Maine's
vo ca tio n a l e du ca tion in s titu tio n s , both
secondary and post-secondary
• Job Service applicants who are unemployed
• Output from employment and training programs
• Output from vocational rehabilitation programs

•
•
•
•

Wages
General education requirements
Specific vocational preparation required
Placement and follow -up inform ation on
vocational education graduates
• Industrial/occupational employment data

The Maine Economic Data-Based System was
designed to meet the needs of the economic develop
ment community at the state and local levels. This user
friendly interactive computer based system assists
economic developers and private sector industrial
developers to make decisions on locating, expanding,
or relocating firms throughout the State of Maine.
Currently, the system provides the following infor
mation:

industrial Parks and Buildings Availability
•
•
•
•
•
•
•

Park Location
Availability of transportation services
Public utilities
Geological contours and soil conditions
Available acreage
Price for lease or purchase
Numerous other details regarding building
space

Demographics
• Population by age group by geographic area
• Labor force data
« Area school enrollments by grade and avail
ability of graduates for the labor force

Labor Productivity
• Work stoppages
• Extent of unionization
® Occupational injuries, absenteeism, and related
data

The CIDS is a multi-mode system of career and oc
cupational information which is accessed by high
schools, colleges, Job Service, employment and train
ing institutions, Vocational Rehabilitation Offices, and
the WEET Offices. Approximately 40,000 Mainers use
the CIDS each year.

Inform ation Available
• Occupational Descriptions
« Four Year Colleges
• Two Year Colleges
• Graduate Schools
• Employment Trends/Projections
• State/Nationai Financial Aid
• Maine Training Programs
• Supportive Services to the Handicapped
• Job Bank Openings by Occupation
In addition to the CIDS's interactive computer net
work, the MOICC provides similar occupational infor
mation through:
• THE MAINE OCCUPATIONAL MICROFICHE
LIBRARY
• Micro-computer career searches for the Apple
ll± /e and the TRS-80 Models lll/IV,
• 'THE ABC'S OF THE WORLD OF WORK IN
MAINE", an elementary school career informa
tion curriculum.
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